Existing data on the status of women, both as students and as members of the full-time teaching staff, are examined. Actions taken, being taken, and being planned by the Ontario universities are also reviewed. It is shown that, in general, women do not participate as fully as students as do men, but there is no evidence at the system level to suggest that this situation results from discriminatory practices in the universities. Women also generally do not have equality of representation on the teaching staffs. The percentage of female teaching staff does not differ substantially from the percentage of women in doctoral programs, which leads to the conclusion that the situation will not change in the next few years. Women on the teaching staff have not been promoted into the higher academic ranks to the same extent as their male counterparts nor are their average salaries as high. Universities are re-examining their policies and procedures with regard to such concerns as recruiting, hiring, remuneration, promotion, and granting of tenure, pension and fringe benefits, and day care facilities. Tabular data are included. (LBH) 
This paper will examine existing data on the status of women in the Ontario universities, both as students and as members of the fulltime teaching staff, and also what actions the Ontario universities have taken, are taking, or are planning to take in respect of this issue.
A.
The Status of Women Students
The participation of women as students in the Ontario universities will be examined at four levels, as applicants (and subsequently as registrants) for full-time study in the first year of undergraduate programmes, as full-time undergraduate students, as full-time graduate students at the master's level, and as full-time graduate students at the doctoral level. It will be shown that the higher the level, the lower the participation rate for women. In fact, women do not have equality of participation with men as students at any level in the Ontario university system.
Given that there are fewer women students than men, one might ask 2 if women apply for study at university in the same ratio as men. There are no centralized data available showing application patterns for study at the graduate level, but at the undergraduate level such data were obtained from the Ontario Universities' Application Centre. The data are on applications for fulltime study in the first year of post Year 5 undergraduate programmes in September, 1973 . Statistics on applicants, and applicants who subsequently registered, are presented by programme in Table 1 .
About 41% of the total applicants were women, but the percentage of women showed a considerable variation when the individual programmes were examined. Women accounted for 51% of the applicants in arts, but for only 29% of the applicants in science.
(Applicants for these two programmes accounted for 61% of the total number of applicants.)
Programmes in the areas of "traditional female occupations" such as dental studies (primarily dental hygiene), education, household science, nursing, rehabilitation medicine and social work showed a high percentage of female applicants, ranging from 73% for education to 97% for nursing.
However, the high percentage of female applicants in these areas did not have a great effect on the percentage for the total since, for the most part, these programmes tended to be relatively small. On the other hand, programmes in the areas of "traditional male occupations" such as business and engineering and applied science (which includes architecture, engineering and forestry) showed rather low percentages of female applicants: 23% in business and only 4% in engineering and applied science.
The participation ratios for applicants who subsequently registered are quite similar to the corresponding ratios for applicants. Of total registered applicants, 43% were women, a slightly higher participation ratio than for applicants. The participation ratio for women was higher or the same in all but three programme areas.
The statistics presented in Table 1 seem to indicate that there is no evidence of discrimination against women in the admission practices of the Ontario universities. However, the applicant figures clearly show that fewer women than men sought admission to university in the first place and that their choices of programmes were quite different than those for men. This situation may have resulted from basic attitudes on the part of society as a whole, from parental beliefs, from counselling in the secondary schools or from the liaison activities of the universities.
For their part the Ontario universities could examine their promotional and liaison practices to ensure that the benefits of university education for women are stressed and to point out the opportunities for women existing in other than "traditional" areas.
The statistics on registered applicants show enrolment patterns in the first year of university undergraduate programmes. Some additional students, for example repeaters and transfer students, would have to be added to the figures of Table 1 to give a complete picture of first year undergraduate enrolment, but the numbers would not significantly affect the patterns shown. It is not expected that this time differential will greatly affect the comparison of the enrolment patterns.
It is readily apparent from the statistics in Table 2 that the higher the post-secondary educational level the lower the participation rate of women. At the undergraduate level, women accounted for 38% of the total enrolment, a slight decline from the participation ratio in first year. A sharp drop in the participation ratio was evidenced at the master's level, down to 25% of total master's students. At the doctoral level, women accounted for only 18%. This downward trend can be notice& in many of the programme areas. An interesting exception can be found in the professions of dentistry, law and medicine.
In these programmes the participation ratios for women were significantly higher at the masters level that at the undergraduate level.
A number of reasons could be postulated to explain the substantially lower participation of women at the graduate level. Perhaps the most simplistic view would be that women are not as career motivated as men and therefore, the total number of years which must be spent in university to attain a PhD degree must appear a formidable obstacle. But to be able to assume that women do not have the same academic objectives as men would require much more evidence than is available. As a start, applications to graduate schools could be examined in the universities to determine application patterns and the academic qualifications of men and women whr are seeking to pursue graduate work.
It has been shown that there were differences in enrolment patterns between men and women at the undergraduate level; this factor does have a direct effect on the participation ratios at the graduate level.
For example, a number of undergraduate programmes which showed a high participation rate of women, such as household science, secretarial science, nursing, rehabilitation medicine and dental hygiene, are in effect terminal programmes which offer no, or little, opportunity for work at the graduate level. On the other hand, large, traditionally male-oriented programmes such as commerce and business and engineering and applied science showed a high percentage of their graduating students going on for further study at the graduate level.
A more detailed study of enrolment patterns in faculties of arts and science, where significant numbers of women are to be found at both the undergraduate and graduate levels, is needed before any observations can be made on the decline in the participation ratio for women at the graduate level. As Table 2 indicates that differing proportions of graduating students from these programme areas entered into graduate study, participation ratios in science and arts must be examined separately. It may also be important to look at the proportions of men and women in 4-year as opposed to 3-year programmes of study as this factor may give some indication of the potential pool available for graduate work. Readily available data for such analyses are not to be found at the present time; however, the Statistics Canada University Student Information System might prove a source of data for such investigations.
In general, it may be stated that women do not participate as fully as students in the Ontario universities as do men but there is no evidence at the system level to suggest that this situation results from discriminatory practices in the universities. Average salaries for male and female members of the teaching staff are presented in Table 3 . It is readily observed that not only were there far fewer women than men teaching.= a full-time basis in the Ontario universities but also their average salaries in most cases were below the comparable average salaries for men.
In only one insts.,ce, that of lecturers with :ioctoral degrees, did women show a higher average salary. Looking at the totals, the average salary for women was fully 25% below the average salary for men.
Before commenting on this average salary differential, a number F.: factors will be examined to determine what effects they might have on salary levels for male and female teaching staff. Table 4 summarizes the distribution of male and female teaching staff by academic rank.
Of the total staff shown, only 16% were women. This percentage varied considerably from rank to rank; 32% of the staff at the lecturer level 6 were women but at the level of full professor women accounted for only 3%.
Looking at the total staff rank distributions from a different point of view, 28% of males were full professors, 34% were associate professors, 31% were assistant professors and 7% were lecturers. For women the percentages were reversed, only 7% were full professors, 26% were associate professors, 41% were assistant professors and 26% were lecturers. Nearly two-thirds of the male teaching staff were found in the top two ranks but only one-third of the female teaching staff.
Clearly then, women do not have equal representation with men as far as rank is concerned and this factor undoubtedly has an effect on the average salary differential.
The next factor to be considered is the respective qualification levels of male and female members of the teaching staff; these figures are summarized in Table 5 . It can be seen that 69% of the male staff held doctoral degrees but only 42% of the female staff, 24% of the men held masters degrees and 42% of the women, 5% of the men and 14%
of the women held only a bachelor degree, and 2% of both men and women held a professional degree (eg. M.D., D.D.M.). In general, it can be stated that male teachers had higher academic qualifications and it is likely that this factor also has an effect on the average salary differential.
The third factor to be considered is the number of years since award of the highest degree held by the male and female members of the teaching staff; this distribution is presented in Table 6 . The results of the influx of new staff into the Ontario universities over the past few years can be clearly seen as 76% of the male teaching staff and 82% of the female teaching staff had held their highest degree for fewer than fifteen years. Furthermore, there does not appear to be a significant difference between men and women in the number of years since the highest degree was awarded. If this factor does contribute to the average salary differential between men and women it is likely to be of a lesser extent than the contribution of the two previous factors.
It has been surmised that differences in academic rank and qualification level between male and female members of the teaching staff probably account for a portion of the average salary differential.
To demonstrate the validity of this assumption the salaries for women university teachers were normalized to eliminate the differences in the distributions of male and female staff arising from these two factors. The normalizing process involved a redistributing of the female staff so that the percentage of women in each academic rank/ qualification level category was the same as the percentage for the male staff members. The average salary for women in each category was then used in conjunction with this new female staff distribution to calculate new rank average salaries and a new total average salary for women; the results of this operation are shown in Table 7 .
(For detailed calculations of the normalized salaries, see the Appendix)
By normalizing the average salaries for women, the average salary differential between men and women has been reduced from 25% to 7%.
It is interesting to note that, for the three highest ranks, the normalized average salary is somewhat lower than the unadjusted averages. This would seem to indicate that the contribution of the qualification level factor was in fact negative and that a major portion of the average salary differential was due to the fact that fewer women are to be found in the higher ranks.
There may, of course, be other factors which contribute to this differential. Some differences between male and female staff in the number of years since the highest degree was awarded have already been noted but the data do not permit this factor to be incorporated into the normalizing process because of the large number of cells in the tables for which there is no average salary figure for women.
In fact, a more pertinent factor to use would be the number of years of relevant teaching and research experience but no available data exist in this area. Accordingly, the number of years since award of the highest degree is often used as the best available proxy.
Another factor which might have some influence on the average salary differential is the distribution of men and women by discipline
area. An examination of Statistics Canada tables showing the distribution of full-time teaching staff by broad discipline area showed that differences did exist in 1973-74. For example, 10% of the male teaching staff were found in engineering and applied science (the discipline area which showed the second highest average salary)
while there was no representation on the part of women.
Another factor which cannot be examined from available data is whether men and women staff at the same teaching level do in fact have the same workload and level of responsibility. This, or course, can only be examined using the detailed data available within an individual university. It should be pointed out that teaching staff with administrative responsibilities have been included in the Statistics Canada figures presented in this report; this results in an upward bias in average salaries for staff in the higher academic ranks. To the extent that men are over-represented in administrative positions, this would inflate average salaries for men more than for women.
A more rigorous analysis than the one presented in this paper is possible using available data. Multiple correlation techniques could be employed to more accurately determine the effects on average salaries of factors such as academic rank, qualification level, discipline, age, number of years since award of highest or first degree, administrative responsibilities, and sex. However, in order to undertake such analyses individualized data are required. Each university would be able to perform such analyses for its own staff but at the provincial level only Statistics Canada has the data required for this undertaking.
In summary, it may be stated that women do not have equality of representation on the teaching staff of the Ontario universities.
However, the percentage of female teaching staff does not differ substantially from the percentage of women in doctoral programmes; one might not then expect a significant increase in the participation ratio for women at the teaching staff level over the next few years.
Women on the teaching staff have not been promoted into the higher academic ranks to the same extent as their male counterparts nbr are their average salaries as high as the average salaries for male teachers.
It has been shown that a significant portion of the average salary differential between men and women can be accounted for but a residual salary differential still does remain. In order to completely settle any questions of discrimination on the part of the Ontario universities relating to hiring, promotion and salary policies, it would be necessary to conduct more studies in depth at each university on the effects of years of teaching and research experience. 
Actions Taken by the Ontario Universities
Following the presentation to COU by the Ontario Status of Women Council, the executive heads of the Ontario universities were requested to report on actions their universities had taken, were taking, or were planning to take in respect of this issue. Replies were received from fourteen institutions. Five institutions reported that their present policies with respect to the hiring, promotion, and remuneration of staff and to the admission of students were identical fol. both men and women. One of the universities added that a spec.Lal committee of its faculty association had reviewed this matter and had submitted a report in which there were no criticisms of existing university policies.
At the remaining nine universities special committees, or task forces, on the status of women had been appointed. The comittees at two of the universities had not as yet reported. The work of the committees at two other institutions was also still in progress but in interim reports a number of recommendations had been made. The committees at the five remaining universities had submitted their final reports.
A brief summary is presented of recommended courses of action together with steps taken by those institutions which, though they may not have created special committees, nevertheless looked into a number of areas relating to the status of women by utilizing available mechanisms. Although various universities commented that the participation of women as students was increasing on their campuses, there was widespread agreement that special efforts were required to increase the representation of women students, particularly in programmes which women do not currently consider. In a number of cases the recommendation was made that high school liaison activities, recruitment practices and counselling services should be reviewed to ensure that the full range of programme opportunities for women is being stressed.
To accomplish this it is important that women are adequately represented amongst university personnel involved in these activities. One university stated that it has made a considerable effort to attract women into its science-oriented programmes. Another university has deliberately favoured female applicants to its physical education programme in order to attain equal representation on the part of women. Other universities have set up or are considering courses and programmes in women's studies. A point raised by some institutions was that, in general, university policies should be flexible enougl permit students to pursue either full-time or part-time studies regardless of age, marital status or sex. One university reported that special efforts were being made to increase opportunities for part-time study on-campus and in offcampus centres. The committee at another university recommended that all graduate programmes be open to part-time students. The committee at one university supported a programme of awards limited to women students. These awards would be viewed as a positive measure to attract more women students and would be converted to open awards applicable to all students when the representation of women students had increased.
While there was a general belief on the part of the universities that no conscious discrimination existed in the recruiting, hiring, remuneration, promotion and granting of tenure to academic staff, it was also the feeling of a number of universities that special measures were required in recruiting and hiring for new faculty positions to ensure that every effort was made to attempt to increase the representation of women. One university reported that its president had sent a letter to all deans and department heads alerting them to this need. It was also stated in the recommendations of various special committees that efforts should be made to increase the representation of women on various advisory
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and senior administrative bodies. Over half of the reporting universities indicated that special committees had examined, or would be examining, salary levels for female faculty members with a view to eliminating any disparities which presently exist. In fact, at some institutions adjustments, where necessary, had been made. In addition, some of these special committees were also examining the appointment letters and rank levels of the female faculty members to determine if any inequities existed in these areas. Some universities were also reviewing employment conditions relating to the part-time academic staff.
A number of universities had examined, or were examining, starting salaries, salary scales and remuneration, job classifications and promotion mechanisms pertaining to the non-academic staff to ensure that there are no discriminatory practices in these areas. Many universities reported that their present policies and practices could not be used in a discriminatory fashion. Others indicated that reviews had already been initiated to comply with the Women's Equal Employment Opportunity Act and the Ontario Human Rights Code. One university reported that greater flexibility in recruitment and employment of women had been achieved due to more flexible work schedules.
Many of the reporting universities indicated that they had reviewed, or were planning to review, the wording in official university documents to ensure that no discrimination existed. Pension and fringe benefits have also received considerable attention. Day-care facilities exist on a number of campuses at the present time; other universities reported that they are investigating establishment of on-campus day-care facilities or the extension of existing services.
This section has briefly examined what the Ontario universities have done or are doing with respect to the status of women on campus.
While the approach adopted varies from institution to institution, it would seem that the universities generally are making a sincere effort to uncover areas of discrimination, or potential discrimination, against women and to adopt whatever measures are needed to rectify the situation. Statistics Canada University Faculty Salary Analysis System. The normalized female staff distribution figures and the average salary eft e.
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